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I. INTRODUCTION
The subject matter of this study deals with the work
force of Fulton County. The prima facie intent of this study
is to identify, describe, and analyze the composition of the
work force of the Fulton County government primarily focusing
on the occupational status and monetary compensation of Blacks.
Secondly, this study will highlight the problems inherent in
implementing an effective Affirmative Action Program in Fulton
County. The major contention is that Blacks are predominantly
concentrated in lower occupational categories.
Although there are institutional and legal mechanisms
specifically designed to prevent discrimination, the fact re¬
mains that Blacks appear to be overwhelmingly located in low-
status, low-paying jobs within the County government. One of
the most controversial means used to prevent and eradicate
discrimination is Affimative Action. Affirmative Action can
be defined as results-oriented action taken to overcome the
effects of past discrimination.^ Its central objective is to
assure that minorities will have equal access to all jobs in
all occupational categories. Moreover, Affirmative Action
should insure that Blacks will be proportionally represented
^Karen Ann Olsen, Equal Employment Opportunity and Affir¬
mative Action; A Guide for Mayors and Public Officials, pr^
pared by Labor-Management Relations Service (Washington, D.C.:
United States Conference of Mayors, 1979), p. 17.
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in the higher occupational categories of the County. When
one speaks of proportional representation, one is suggesting
that the composition of the workforce closely resembles the
composition of the population in terms of race and sex. How¬
ever, historically on the federal, state, and municipal levels.
Blacks have been overly represented in the lower occupational
categories. The time span of the study is 1979-1983. The pri¬
mary rationale for selecting this timeframe centers around the
fact that Affirmative Action did not become an integral part of
County personnel policy until 1978. By examining the work force
from 1979-1983, the writer may be able to detect changes in the
composition of the work force since Affirmative Action was imple¬
mented and highlight the major problems encountered in imple¬
menting an effective Affirmative Action Program.
The scope of the study is limited to the results of Affir¬
mative Action and the outcomes of County Personnel Policy in
Fulton County. The most appropriate measure used to assess
Affirmative Action is results. Causal factors affecting the
work force vary in terms of influence, and significance, but the
outcomes of a personnel system are clear indications of the
effectiveness of Affirmative Action. Consequently, the study
will emphasize the results of Affirmative Action and the occupa¬
tional status of Blacks in Fulton County.
In order to understand the fundamental factors that preci¬
pitated the need for Affimative Action, one must be familiar
with some key facts. In light of the reality that discrimina¬
tion is an inherent aspect of the American society, the
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occupational choices available to Blacks were severely
limited due to two factors: (1) race is used as a measure
of fitness for employment in high occupational areas; (2)
the educational levels for high-paying jobs usually exceeds
the educational level of most Blacks. Consequently, Blacks
did not have any legitimate alternative except to be content
with the low-paying jobs. The substantive problems that
resulted from discrimination can be summarized as follows: (1)
Blacks were left out of the mainstream of the educational
system; (2) higher paying jobs were limited to a small cadre
of Blacks, (3) the major sources of employment for Blacks were
jobs that required unskilled labor. Therefore, Blacks started
last in the race for high-paying, high-status jobs. Since
Blacks were so far behind because of color barriers, Affirmative
Action was needed to remedy the injustice of the past that lin¬
gers after the barriers have been removed.
II. THE PROBLEM AND ITS SETTING
Description of the Agency
The writer interned with the Fulton County Board of
Coiiunissioners, Office of the Chairman. The Fulton County
government is headed by the Board of Commissioners that sets
the policy goals and direction of the County. The Commis¬
sion is composed of seven members who are elected by the
residents of the County. Three Commissioners are elected at
large and four are elected from districts prescribed by the
state. The Commission Chairman is elected by a plurality of
the Commissioners and the Commssioners are elected every four
years. However, the position is considered a part-time posi¬
tion. The day-to-day operations of the County are handled by
the County Manager's Office and the County Manager is appointed
by the Board of Commissioners. Fulton County provides such
critical functions as planning, zoning, and health services to
its citizens.
In 1978 the Fulton County government adopted an Affirma¬
tive Action plan after a very heated debate on the subject.
The plan was required by the EEOC due to the fact that county
governments were no longer immune from complying with EEOC
guidelines. Consequently, Fulton County had no choice but to
abide by the regulations promulgated by the EEOC. The adoption
of an Affirmative Action program by the County was therefore a
4
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necessity to satisfy the Federal government directives.
The Affirmative Action Officer is under the County
Manager's Office. The Affirmative Action Officer's objec¬
tive is to identify barriers that prohibit the recruitment,
hiring, and promotion of minorities. The Affirmative Action
Program Officer is responsible for program management, program
2
policies, problem identification, and problem resolution.
The goals of the program are based on a statistical analysis of
the work force of the Fulton County government. These statis¬
tics indicate the occupational status of Blacks and Whites in
the County work force. The Affirmative Action Officer is sup¬
ported by the personnel office which provides employment data
to the Affirmative Action Officer regarding the composition of
the work force and prepares the annual governmental reports as
required by the Equal Opportunity Employment Commission. How¬
ever, major personnel decisions and personnel policies are made
by the County Personnel Board. The Personnel Board is appointed
by the Board of Commissioners and it is responsible for the
administration of a completely centralized merit system of
employment, promotion and compensation. As to Affirmative Action,
3
the Personnel Board plays an integral role.
Internship Experience
As an intern in the Office of the Chairman of the Fulton
County Commission, the writer worked closely with the Executive
2
Board of Commissioners of Fulton County, Affirmative
Action Program for Equal Opportunity (10 July 1978), p. 13.
^Ibid., p. 5.
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Aide to the Chairman and other department heads and officials.
Consequently, he developed an extensive knowledge of the Fulton
County government and its operations. His duties as an intern
can be described,as follows: (1) the analysis of data; (2) the
compilation of data; (3) research; (4) problem solving; and (5)
drafting correspondence^
On various occasions the writer's duties called for him
to work in other departments. For example, the writer spent
approximately six weeks on an assignment with the Program Direc¬
tor of the County Affirmative Action Program. The intern's
assignments in the Affirmative Action office involved evaluation
and legal research. While working on an assignment involving
minority business participation, the writer closely examined and
discussed with the Affirmative Action Officer information in an
Equal Opportunity Report regarding the occupational status and
salary levels of the County workforce. This report, called an
EEO-4, is prepared annually for the Equal Employment Opportunity
Commission. A cursory examination of the report suggested to
the writer that Blacks were overly concentrated in lower paying
positions and lower occupational categories. Only after find¬
ing out that Affirmative Action became a County policy in 1978,
did the writer realize that Fulton County may be behind in
terms of bringing Blacks into the work force at all salary levels
and all occupational areas.
Statement of the Problem
The problem is that the Affirmative Actiom program has
failed to bring minorities into the higher occupational
7
categories of Fulton County government. Specifically, Affir¬
mative Action has failed to bring black representation in the
professional and administrative job categories up to the pro¬
portion of the population that Blacks represent in Fulton County.
Consequently, Fulton County has not yet succeeded in implement¬
ing an effective Affirmative Action program since they have not
achieved proportional representation in each job category.
III. REVIEW OF THE LITERATURE
There is a reasonable amount of information available
in books/ journals, periodicals and unpublished reports
regarding Affirmative Action and Equal Opportunity Employment.
However, the literature on the underutilization and under¬
representation of Blacks in local government is limited.
The presidential and legislative mandates that relate
to Affirmative Action and Equal Opportunity Employment are
clear in intent; the fundamental philosophy has been to eradi¬
cate discrimination in employment opportunities. Under the
Eisenhower Administration, Executive Order 10479 established
a committee on employment policy and prohibited discrimination
4
xn federal government hiring. President Kennedy followed with
Executive Order 10925 which took anti-discrimination policy a
step further by directing this policy to labor unions. Addi¬
tionally, the Executive Order established the President's Com¬
mittee on Equal Employment Opportunity but all of these efforts
were ineffective.^ The most comprehensive legislative effort
came with the Civil Rights Act of 1964; Titles VI and VII are
particularly concerned with discrimination. Title VI states
that, "no person shall be subjected to discrimination on the
^Winifield H. Rose and Tiang Ping Chia, "The Impact of
Equal Employment in the Federal Service: A Preliminary Analy¬




basis of race, color, or national origin under any program or
activity for which Federal Assistance is provided."^ Title VII
made it unlawful for employers of twenty-five or more people to
discriminate in employment because of race, religion, national
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origin or sex. The Equal Opportunity Act of 1972 amended
Title VI by making it unlawful to discriminate in the public
sector, as Titles VI and VII of the Civil Rights Act of 1964,
applied only to the private sector. So it was not until 1972
that a public law in the realm of public sector employment was
enacted. This act further stated that an Equal Opportunity
Employment Commission would be established to enforce the poli¬
cies promulgated by the 1972 act. Additionally, this act made
it mandatory for state and local governments to submit reports
on the occupational status and salary levels of their respec¬
tive work forces.®
The theoretical notions and concepts that emerged as a
result of Equal Opportunity Employment and Affirmative Action
vary in terms of their philosophy and strategy. Some take defi
nitive steps toward promoting equity while others condemn the
very nature of Affirmative Action. One of the most popular
personnel theories is the,notion of "Representative Bureaucracy
this simply means that a work force should mirror the population
®Civil Rights Act of 1964, U.S. Code, Vol. 42, Secs. 200
(D)-2000 (D) (1) (1964).
^Civil Rights Act of 1964, U.S. Code, Vol. 42, Secs.
2000(e) (2)-2000(e) (3) (1964).
^Civil Rights Act of 1964, as amended, U.S. Code, Vol.
42, Secs. 2000(e) (2)-200 (e) (3) (1972).
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in terms of race and sex. Under this concept, if minorities
represent 10 percent of the population, they should represent
910 percent of the work force.
Another accepted train of thought has been the use of
education as a means to upgrade the overall training that mino¬
rities receive. The premise of this concept is that education
is the key to high-paying jobs and occupational status. An
individual with only a high school education is not likely to
become a top level manager or administrator. By increasing the
educational opportunities available to Blacks, society would be
increasing the pool of qualified applicants. One way that this
objective was achieved was to relax the admission standards for
Blacks to increase the numbers that attended graduate and pro¬
fessional schools.
In contrast to this ideology, Nathan Glazer, in an article
entitled "Affirmative Discrimination: Ethnic Inequality and
Public Policy," maintained that government lures a significant
number of the upper echelon of Blacks into government jobs. He
undoubtedly believed that the most educated Blacks should venture
into business and other enterprising projects that generate
wealth rather than salary. He further stated that government
employment had become too attractive thus luring a significant
9
Felix Nigro and Lloyd Nigro, The New Public Personnel
Administration (Itaschea, Illinois: F. E. Peacock Publishers,
1981), p. 194.
10
Ernest Van Den Hoag, "Reverse Discrimination: A Brief
Against It," in Public Policy Issues, Analysis and Ideology,
Ellen A. Paul and Phillip A. Gusso, eds. (Chatham, N. J.:
Chatham House Publications, 1982), pp. 256-263.
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number of minorities.Thomas Sowell, a senior fellow at the
Hoover Institution at Stanford University, asserts that indi¬
viduals normally enter high-paying jobs between the ages of
forty and fifty. Minority groups are disproportionately com¬
posed of children and young adults with little or no work
experience. The resulting effect is that it is very unlikely
that minorities will be proportionally represented in high-
paying jobs, and discrimination cannot be blamed as the culprit
12
for this phenomenon. The writer does not agree with Sowell's
position due to the fact that discrimination against Blacks is
the real culprit, not the fact that minority groups are dispro¬
portionately composed of children and young adults. The fact
still remains that racism is institutionalized in this society.
In studies done subsequent to the passage of the Equal
Opportunity Act of 1972, the status of the minorities in state
and local government from 1973-1975 was assessed. The greater
beneficiary of Affirmative Action was identified as white women,
no single group benefited more than this group. The following
statistics highlight the major findings of the study in the
state and local workforce: Work force increases - (1) white
women increased by 75,000; (2) black women increased by 50,000;
13
(3) black men increased by 30,000.
^^Nathan Glazer, "Affirmative Discrimination; Ethnic
Inequality," Public Policy Issues and Ideology, Ellen F. Peal
and Philip A. Russo, Jr., eds. (Chatham, N.J.: Chatham House
Publications, 1982), p. 63.
^^George Gilder, Wealth and Poverty (New York; Bantam
Books, 1981), pp. 159-160.
Joseph Cayer and Lee Segelman, "Minorities and Women
in State and Local Government; 1971-75," Public Administra¬
tion Review 40 (September/October 1980):443.
12
With respect to monetary compensation. Black men and
women continue to lag behind white men. In 1975, the following
situation existed: (1) Black men had a median salary that was
81 percent of the white males'; (2) the Black female had a median
14
salary that was 68 percent of white males. In regard to func¬
tional areas: (1) Blacks represented 40.1 percent of the person¬
nel in the area of sanitation and sewage; (2) Blacks represented
29.6 percent of the personnel in the category of hospitals and
sanitariums; (3) Blacks represented 26.2 percent of the personnel
in the category of public welfare. In all functional areas
15
whites earned higher incomes than Blacks.
In the federal civilian work force, a preliminary study was
done to assess the state of Black employment in the federal civi¬
lian work force from November 30, 1969 to May 31, 1974. The major
findings were that little gains were made by Blacks in the fede¬
ral sector. The following are some of the inferential statistics
from the study: (1) Blacks in GS 12-18 increased by 1.3 percent;
(2) Blacks in GS 9-11 increased by 2.1 percent; (3) Blacks in GS
5-8 increased by 3.6 percent; (4) Blacks in GS 1-4 increased by
3.4 percent. The highest gains were in the lower grades. More¬
over, by combining the highest grades and the two lowest grades
the outcome was that the lower grades increased by 7.0 percent
while the highest grades increased by 3.4 percent. The greatest
^^Ibid., p. 445.
^^Joseph Gayer and Lee Segelman, "Minorities and Women in
Stae and Local Government: 1973-75," Public Administration
Review 40 (September/October 1980):443.
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increase was,therefore, in the lower echelons of the federal
work force.More recent studies of the work force of the
federal government suggest that Blacks are still predominantly
concentrated in lower-paying jobs. In a 1979 study of the
federal work force, the following statistics were included:
(1) Blacks represented 27 percent of all the employees in the
GS 1 level; (2) Blacks represented 20.8 percent on the GS 5
level; (3) Blacks represented 10.1 percent of the GS 9 level;
(4) Blacks represented 4 percent of the GS 13 level. These
statistics suggest that Blacks were concentrated in low-paying
jobs. A pattern existed whereas the grade level increased,
17
the percentages of Blacks decreased.
In 1978, one of the most innovative plans dealing with
the underutilization of minorities was initiated by Jule Sugar-
man, Vice Chairman of the United States Civil Service Commis¬
sion (now Office of Personnel Management). This plan was
devised to take specific actions toward bringing minorities
into the federal government work force. This program, entitled
"The Sugarman Plan," can be described as follows:
(1) The United States Civil Service Commission would
examine the occupational categories where mino¬
rities were underrepresented and compare these
categories to the national work force. The Com¬
mission would then compare the national work
force to the percentage of minorities in college.
16 Winfield H. Rose and Tiang Ping Chia, "The Impact of
the Equal Employment Opportunity Act of 1972 on Black Employment
in the Federal Service: A Preliminary Analysis," Public
Administration Review 38 (May/June 1978):248.
17
United States Office of Personnel Management, Federal
Civilian Work Force Statistics, Equal Employment Opportunity
Statistics (Washington, D.C.: Government Printing Office, 1979),
p. 2.
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(2) In occupational categories where minorities were
underrepresented, the Commission would authorize
appointments.
(3) These appointments would be competitive; however,
candidates would be judged on various factors
such as: grade point averages, and work experience,
but some positions would be identified specifically
for disadvantaged persons.
(4) Twenty percent of the appointments would be used to
remedy the underutilization of minorities in various
occupational areas.
The expressed purpose of the plan was to address the
underutilization of minorities in professional and administra¬
tive jobs. However, due to rigid congressional opposition, the
plan was not approved. If approved, it would have been a funda¬
mental aspect of the 1978 Civil Service Act.
As far as states are concerned, the State of Pennsyl¬
vania took a novel approach to Affirmative Action after realiz¬
ing that its personnel system was an impediment to Affirmative
Action rather than a help. The state noticed that it was seri¬
ously lacking in the area of female employment in the middle
management levels. The state cited the cause as tradition. His¬
torically, men assume the roles as decision makers so each time
an appointment came up, the appointing person would think that
he was bound by tradition to appoint a man. To eradicate this
phenomenon, the state developed a massive and highly publicized
Affirmative Action program. The governor's office created a
special but permanent commission to handle the problem. More¬
over, the state also improved its recruiting and selection pro¬
cess to facilitate Affirmative Action goals. By emphasizing
18
Felix Nigro and Lloyd Nigro, The New Public Personnel
Administration (Itaschea, Ill.; F.E. Peacock, 1981), pp. 199-202.
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Affirmative Action and revamping the organizational structure
the State of Pennsylvania was able to drastically change its
employment pattern of hiring women. This effort started in
1971, but by 1980 the number of women in middle management jobs
19
had significantly increased.
There are those who hold the viewpoint that programs
such as Affirmative Action reinforce the notion that Blacks are
inferior. This viewpoint is predicated on the premise that if
one must discriminate against members of the majority race in
order to give Blacks an opportunity to gain entrance into profes¬
sional and administrative jobs, then Blacks are incapable of com-
20
peting without the crutch of Affirmative Action. Additionally,•
this viewpoint further suggests that the inferiority complex is
not only perceived by Whites but also by Blacks. The contention
is that Blacks, although not overtly, have adopted an inferiority
complex premised on the fact that they cannot compete with Whites
for professional and administrative jobs without Affirmative
4. • 21Action.
Critics of Affirmative Action also maintain that Affirma¬
tive Action is a contradiction of the merit principle. By adopt¬
ing an Affirmative Action policy, a governmental entity predicates
1 Q
Rita Bockler, "Does Tradition Affect Affirmative Action
Results? How Pennsylvania Achieved Changes at the Middle Manage¬
ment Level," Public Administration Review 5 (September/October
1982):475-476.
20
Midge Decter, "Is Affirmative Action Necessary to Pro¬
mote Equality?" In Point, Counterpoint; Readings in American
Government. Herbert M. Levine, ed. (Glenview, Ill.: Scott
Foresman and Company, 1983), pp. 122-124.
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its employment decision on race, a factor that has no relation
to merit. American society is built on the premise that if one
works hard one will succeed. In the face of this assumption.
Affirmative Action is perceived in a negative light. In addi¬
tion, critics maintain that Affirmative Action is a "new" form
of racism because it gives preferential treatment to Blacks.
To the critics such a treatment constitutes discrimination against
Whites and they refer to it as reverse discrinination. Reverse
discrimination, the critics maintain, is as morally wrong as the
historical discrimination that Blacks have experienced in this
country. Hence, preferential treatment, to some, is analogous
22
to discrimination.
In implementing Affirmative Action policy, a controversy
arises with regard to quotas and goals. Quotas require a par¬
ticular percentage of job appointments to go to handicapped
individuals, females, or racial minorities; on the other hand,
goals suggest that the particular employment entity has a nuraeri-
23
cal objective that it wishes to attain. Many individuals per¬
ceive quotas and goals as one and the same; however, they are
significantly different. When quotas are used the members of the
protected class are given preferential treatment whether they
are qualified for the position or not, and once the nximbers have
been satisfied the need for special treatment dissipates. How¬
ever, goals seek to bring into the employment ranks members of





Dennis Dresang, Public Personnel Management and Public
(Boston: Little, Brown and Company, 1984), pp. 90-91.
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reasons unrelated to their ability to perform the task. More¬
over, goals are not so strict as to limit the number of indivi-
24
duals who may be employed to a set number.
With respect to productivity, there is a concern as to
whether Affirmative Action negatively affects productivity.
The use of goals as opposed to quotas does not diminish produc¬
tivity. In impelmenting Affirmative Action policy through goals,
the "good old boy" system is broken up since there is a thorough
search for qualified candidates. Hence, employers are forced to
seek out the best Individual thereby increasing the likelihood
25
that the candidate ultimately chosen will be the best available.
In light of this, Affirmative Action is not a threat to producti¬
vity when goals are used to implement Affirmative Action policy.
Another major concern regarding the implementation of
Affirmative Action is what standard should be used to measure
representatives of the work force. The EEOC has adopted the
position that the proportion of Blacks in a specific occupational
category should mirror the percentage in the general work force.
For example, if 6 percent of the nation's lawyers is Black, then
6 percent of the employer's lawyers should be Black. This was
the standard from 1970 to 1978. However, in 1978, the EEOC
adopted a more sophisticated standard which compares the selection
rate for the protected class to the selection rate for those out¬
side the class. For example, the formula for racial
24
Rose Laubcoses, "Affirmative Action: Letter to a
Worried Colleague." In Point, Counter: Readings in American
Government. Herbert M. Levine, ed. (Glenview, Ill.: Scott
Foresman and Company, 1983), pp. 117-118.
^^Ibid., pp. 119-120.
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discrimination could be as follows:
27
Selection Rate for Blacks X 100
Selection Rate for Whites
If the selection rate for the protected class is less than 80
percent of those not in the class, this fact may be used to
27




The overwhelming number of Blacks in low status and
low-paying jobs is not the results of one or two years of
employment practices. It is rather the results of over one
hundred years of discrimination. The problem will be ana¬
lyzed over a five-year span, 1979-1983. The primary
rationale for studying the problem during this time phase
is because the Fulton County government did not actually have
an Affirmative Action program until 1978. By examining the
results of the program over these years, the writer is able
to detect changes in the work force on a yearly basis as well
as.on a cumulative basis- thereby assessing the implementation
of Affirmative Action. The techniques employed in collecting
data for the study are participatant observation, personal
interviews, descriptive analysis, and an analysis of secondary
sources. As an intern with the county government, the writer
had the opportunity to directly observe that Blacks were pre¬
dominately concentrated in lower-paying jobs. Moreover, by
conducting interviews and examining the existing Affirmative
Action reports, and demographic factors, the writer can quan¬
titatively and qualitatively describe the composition of the
county government work force giving special attention to the
status of Blacks. The very nature of the study requires a
substantial reliance on secondary sources.
19
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In analyzing the impact of Affirmative Action, the
writer will examine various factors. The essential factors
are divided into two categories: quantitative factors and
qualitative factors. Quantitative factors involve (1) racial
composition of the County, (2) percentage of Blacks hired.
Each of these factors will be analyzed statistically by race
on an annual basis as well as a five-year cumulative basis.
Qualitative factors include: (1) on-the-job training program,
(2) recruitment, and (3) personnel policies. These factors
determine the problems of implementing an effective Affirmative
Action program.
V. AN ANALYSIS OF THE PROBLEM
All work force statistics presented herein were based ‘
on data compiled from Equal Employment Opportunity Reports
obtained from the Fulton County Personnel Office, but these
statistics were computed by the writer. Population statis¬
tics were obtained from the Atlanta Regional Commission.
Some statistics will not equal 100 percent due to the fact
that other minorities were left out of the study.
The first step in analyzing the problem is to examine
the composition of the Fulton County area. Table 1 illus¬
trates the racial composition of Fulton County from 1979-1983.
TABLE 1
FULTON COUNTY POPULATION BY RACE AND YEAR
1979 1980 1981 1982 1983
Whites 55.e% 47.5% 48.1% 48.1% 48.4%
Blacks 43.4% 51.5% 50.9% 50.9% 50.6%
Others 1.0% 1.0% 1.0% 1.0% 1.0%
Source: Atlanta Regional Commission, Metropolitan
Atlanta Population Statistics (Atlanta^ Atlanta Regional Com¬
mission, 1983), pp. 5-10.
Table 2 gives the percentage of Whites and Blacks in
eight occupational categories thereby illustrating where Blacks
21
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are located in each job category from 1979-1983.
TABLE 2
BLACKS AND WHITES AS A PERCENTAGE OF
THE WORK FORCE BY OCCUPATIONAL
CATEGORY IN FULTON COUNTY
Officials/Administrators
1979 1980 1981 1982 1983
Whites 80.0% 91.0% 84.0% 91.0% 85.0%
Blacks 13.0% 9.0% 16.0% 9.0% 14.3%
Professionals
1979 1980 1981 1982 1983
Whites 72.2% 65.0% 69.8% 71.8% 65.3%
Blacks 27.4% 34.8% 29.2% 28.5% 33.7%
Technicians
1979 1980 1981 1982 1983
Whites 67.4% 70.0% 68.0% 60.0% 62.7%
Blacks 31.3% 28.9% 30.2% 37.1% 37.0%
Protective Services
1979 1980 1981 1982 1983
Whites 80.0% 75.4% 75.8% 73.6% 54.6%
Blacks 20.0% 24.6% 24.0% 26.0% 45.1%
Para Professionals
1979 1980 1981 1982 1983
Whites 38.9% 25.7% 37.2% 30.3% 35.7%




1979 1980 1981 1982 1983
Whites 72.1% 65.0% 54.4% 57.2% 54.6%
Blacks 26.9% 34.0% 43.0% 42.5% 44.6%
Skilled Craft
1979 1980 1981 1982 1983
Whites 89.2% 81.5% 81.4% 78.0% 67.2%
Blacks 9.9% 18.0% 19.1% 21.5% 32.8%
Service Maintenance
1979 1980 1981 1982 1983
Whites 32.3% 35.0% 28.2% 36.3% 32.2%
Blacks 67.3% 64.5% 71.8% 63.7% 67.7%
Source: EEO-4 Reports 1979-1983 .
In 1979 Blacks represented 43.4 percent of the population
while Whites comprised 55.6 percent of the population. The job
categories where Blacks were disproportionately represented were
para professions and service and maintenance. In para profes¬
sions Blacks represented 61.1 percent and in service and main¬
tenance Blacks represented 67.3 percent of the employee popula¬
tion. Whites on the other hand, exceeded their respective pro¬
portion in six of eight categories and represented as much as 87
percent of the officials/administrators and 72.2 percent of the
professionals.
In 1980 Whites again exceeded their proportion of the
24
population in 6 of 8 occupational categories, representing 91
percent of the officials and administrators and 65 percent of
the professionals, while their proportion of the County popula¬
tion was only 47.5 percent. In contrast. Blacks represented
only 9 percent of the employees in the officials and administra¬
tors category and 39.8 percent of the employee population in the
area of professionals while they ccanprised 51.5 percent of the
population of the County. Moreover, Blacks dominated the service
and maintenance and para professionals categories.
Furthermore, in 1981 Whites again dominated the category
of officials and administrators as well as professionals. How¬
ever, Blacks representation in the area of officials and adminis¬
trators increased 7 percent over the previous year. In spite of
this. Whites again were dominant in 6 of 8 job categories but
they were underrepresented in service and maintenance and para
professionals; these categories were overwhelmingly saturated
with Blacks.
In 1982 Whites dominated 6 of 8 job categories while
Blacks again dominated service and maintenance and para profes¬
sionals. Although Blacks represented 50.9 percent of the County
population only the two aforementioned categories reflected this
fact. On the other hand Whites comprised 48.4 percent of the
population. However, in the higher occupational categories,
officials/administrators and professionals, Whites exceeded their
proportions of the population by 42 percent in the officials/
administrators category and 23.4 percent in the professional
category.
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For 1983 the trend remained. Whites dominated 6 of 8
occupational categories while Blacks continued to dominate para
professionals and service and maintenance categories. The County
population remained relatively constant, whites represented 48.4
percent and Blacks represented 50.6 percent. Blacks did make
percentage gains in the higher occupational categories of offi¬
cials and administrators. However, this change was not signifi¬
cant enough to bring Blacks close to proportional representation.
Black officials/administrators increased by 5.3 percent. How¬
ever, this gain in the upper echelon was offset by a 4 percent
increase in the occupational category of service and maintenance.
In the job categories of technicians, protective service,
skilled, and office/clerical. Whites exceed their proportion of
the population. Although the trends in each of these categories
indicated that Blacks were increasing in terms of their numbers,
they remained disproportionately represented for five years in the
job areas of para professional and protective service.
The facts discussed indicate statistically that Blacks
have been underrepresented in six of eight categories and over¬
represented in two areas, para professionals and service and main¬
tenance for five consecutive years (1979-1983). Moreover, Blacks
were very underrepresented in the occupational categories of offi¬
cials/administrators and professionals. The threshold issue now
turns to why Blacks are underrepresented in the occupational
category of officials/administrators and professionals. In order
to shed some light on this problem it is important to examine the
factors that impacted upon the Affirmative Action program in
Fulton County.
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The initial cause of employment inequality is past dis¬
crimination. Dr. Robert Brisbane, Chairman of the Fulton County
Personnel Board, suggests that the lack of past opportunity has
had a direct impact on the work force of the County government.
The fact that Blacks were systematically and overtly discouraged
from entering other categories within the work force except main¬
tenance and service is responsible for the lack of Black repre¬
sentation and promotion in the professional and administrative
job categories. Moreover, since entry into these job categories
is predicated upon prior experience. Blacks lack such experience
28
as a result of past discrimination. Consequently, when a top
level position becomes available, a White applicant is most
likely to be chosen because of his or her experience. In this
way past discriminatory practices are still perpetuated notwith¬
standing the passage of anti discriminatory laws to address the
problem.
The most significant influence upon Affirmative Action
goals emanates from the personnel practices. These practices are
the major hurdle to an effective Affirmative Action program. The
recruitment process as an aspect of the personnel function has a
considerable influence on Affirmative Action. Effective recruit¬
ment would be the means by which minority group members are in¬
formed about the employment opportunities within the County
government. To be effective, a recruitment program must aggres¬
sively seek out qualified Blacks and other minorities for job
^®Interview with Dr. Robert Brisbane, Chairman, Fulton
County Personnel Board, Atlanta, Georgia, 20 June 1984.
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openings in the county. The primary method by which Fulton
County recruits is through the posting and dissemination of
job information throughout educational institutions including
the Atlanta University Center. The personnel office also posts
job announcements within the Fxllton County government complex.
The problem with this approach is that the information concern¬
ing job vacancies reaches only a small segment of the targeted
group. Moreover, since Blacks have historically been overlooked
by the County in terms of employment in professional and adminis¬
trative positions, this method of recruiting has little if any
impact. Moreover, this leaves other sources such as professional
fraternities, church organizations, the National Conference of
Black Public Administrators, untapped and lacks the creativity
necessary to effectively recruit minorities. Elliot Zashin, in
an article entitled "Affirmative Action and Federal Personnel
Systems" contends that minority groups have been reluctant to
make contact with government agencies. Hence, it becomes neces¬
sary for government agencies to make special efforts to reach
29
minority group members. One effort through which this was
achieved was by the Oxitstanding Scholars Program. Through this
program college students in the top 10 percent of their class
30
would be selected for federal anployment. This is one method
by which the federal sector improved its recruitment and hiring
29Elliot Zashin, "Affirmative Action, Preferential Selec¬





of Blades. A similar program has been established between the
Fulton County Planning Department and the Georgia Institute of
Technology. However, the lack of Blacks in the Urban and Re¬
gional Planning Program at Georgia Institute of Technology
makes it difficult for Fulton County to bring in more Blacks
through this program. A second hurdle is that Pulton County
does not thoroughly use the local newspapers as a means of
recruitment. Only a few high level jobs are advertised. Dr.
Robert Brisbane believes that a comprehensive advertisement pro¬
gram as a part of recruitment activities would bring about better
Affirmative Action results.
The next phase and perhaps the most controversial phase
involves the establishment of criteria by which applications are
evaluated to determine "fitness" for the job. Fulton County
utilizes four methods to assess job qualifications: Class A jobs
require a written examination; Class B jobs require an evaluation
of education, training, and experience; Class C jobs require a
license or certificate; and Class D jobs are assessed by ninety
32
days of on-the-job training. The majority of the jobs that
become available fall into the A and B categories. The occupa¬
tional class of officials/administrators falls into the two
aforementioned categories, while professionals normally fall into
Class B. The problem with the assessment procedure for Class A
31lnterview with Dr. Robert Brisbane, Chairman, Fulton
County Personnel Board, Atlanta, Georiga, 17 June 1984.
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Interview with Deborah Poole, Administrative Assistant
V, Fulton County Manager's Office, Atlanta, Georgia 17 June 1984.
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jobs is that a standardized written test is given. Such tests
have had a negative impact on Affirmative Action. This assess¬
ment mechanism has been questioned since the onset of Affirma¬
tive Action. The problem was manifested in the federal sector
with the PACE examination; the PACE was questioned as having a
33
disparate impact on Blacks. A United States Civil Rights Com¬
mission Report stated that only 2.5 percent of the persons hired
34
from PACE registers were minorities. An examination of the
employment record of Blacks in the officials/administrators cate¬
gory indicates that there has only been a 1.3 percent increase in
the number of Blacks in that job category between 1979 and 1983.
By analogy, one can see the similarity in impact between the PACE
and the standardized test given by Fulton County. As to the prob¬
lems in the Class B category, the major concern is that past dis¬
crimination adversely affects present Affirmative Action efforts.
Since Blacks were systematically left out of the educational
mainstreaun as well as professional and management job market,
assessment by way of education and training has a desperate impact
on Blacks. The employment record indicates that Black profes¬
sionals increased by only 6.3 percent from 1979 to 1983. Although
the number of Blacks increased, both the written test as well as
the evaluation of education and training methods produce similar
results, both have a negative effect on increasing the number of
^^zashin, "Affirmative Action, Preferential Selection
and Federal Employment," p. 357.
^^The Federal Civil Rights Effort - 1977. To Eliminate
Discrimination; A Sequel (Washington, D.C.: U.S. Commission on
Civil Rights, December 1977), p. 18.
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of minorities entering the system.
In the area of selection there are two main participants;
the personnel office and the department heads, who are appointed
officials. In Fulton County, the personnel office receives all
applications, evaluates each candidate and ranks each candidate
on a register. The department head is subsequently given a list
of the top ten candidates for each position, and he has the autho-
35
rity to hire any of the ten applicants. If he hires number ten,
he merely has to give a written explanation as to why none of the
nine candidates who scored higher was selected. What is signifi¬
cant here is that the department head, who is an appointed offi¬
cial, determines who is to be employed within his unit. This pro¬
cess is a major impediment to Affirmative Action because a depart¬
ment head can overlook a Black applicant who scored higher to
select a White applicant, or select a White applicant who scored
higher and justify the selection on the basis of merit. Addi¬
tionally, a department head may go beyond the ten on the register
by giving a written explanation for not hiring any of the first
ten. This overall process adversely affects the goals of Affir¬
mative Action. Another method used for the selection of employees,
but less known, is the political selection process. This process
resembles the spoils system that dominated the selection process
in the early 1800s. Under this mode of operation employees are
chosen because of their loyalty to an elected official. Remnants
of patronage exist today in Fulton County. This occurs when a
^^Interview with Deborah Poole, Administrative Assistant
V, Fulton County Manager's Office, Atlanta, Georgia, 17 June 1984.
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commissioner calls the department head requesting him to hire
the commissioner's favorite candidate. The department head
would then examine the register from personnel and the commis¬
sioner's choice is identified and hired, even if he is not within
the top ten. Joseph Gayer, author of Public Personnel Administra¬
tion in the United States, states that patronage is not inherently
evil. An organization can better address the needs of the people
because the executive has greater control over the employees.
Therefore, government could respond more quickly to the problems
of society.On the other hand, patronage seeks loyalty rather
than merit or objectives of Affirmative Action policies. Since
the Fulton Covinty Commission was dominated in the past by White
commissioners, it is reasonable to conclude that patronage worked
against rather than for Affirmative Action. Although Blacks now
benefit because there are three Blacks on the commission, the
past impact of patronage will persist because individuals who
were selected through patronage are still in the system and are
now located in key positions.
Employee development is another area that is essential to
Affirmative Action. In this area one is concerned about what
training is given to prepare workers for more responsible posi¬
tions in the administrative and professional classes. Fulton
County does not have on-the-job training programs. This creates
a problem for Blacks located in the lower levels of the work force
because they will not get the requisite training needed to enter
36
Joseph Cayer, Public Personnel Administration in the
United States (New York: St. Martin's Press, 1975), pp. 29-31.
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middle and upper level management positions. In a survey con¬
ducted by the Orange County California Office of Affirmative
Action, minorities in non-management positions felt that they
were in dead-end jobs. This was attributed to the fact that
career development programs were primarily designed for manage-
37
ment personnel. Thus, the lack of such programs affects the
ability of Blacks, who are usually found in the lower level posi¬
tions, to move through the system.
One of the most subtle but major impediments to Affirma¬
tive Action is the attitudes of managers toward Affirmative
Action. Charles Davis of Suffolk University and Jonathan West
of The University of Miami state that many managers in the public
sector are reluctant to totally accept Affirmative Action philoso¬
phies because it may directly hinder their progress through the
38
bureaucracy. This attitude diminishes the effectiveness of
Affirmative Action because managers do not believe in Affirmative
Action because it may eventually harm their future job opportuni¬
ties and stifle their progress. Therefore, many managers are
afraid of jeopardizing their own careers if they totally support
39
Affirmative Action goals.
Lastly, no organizational goal can be achieved without
adequate staffing. This is an essential element to the effective
37
R. Bellose and E. Darling, "Implementing Affirmative
Action Progrcun: Problems and Strategies," Public Personnel Manage¬
ment 9 (March 1980):547.
38charles Davis and Jonathan West, "Support for Affir¬





management of an organization. In Fulton County, the Affirma¬
tive Action Office is staffed by one individual who handles
contractual bidding as well as employment matters. Hence, the
lack of adequate staffing within the Affirmative Action Office
prevents Affirmative Action from realizing its full potential.
In order to effectively and systematically handle Affirmative
Action problems, the program manager needs a support staff to
address all the problems that may arise.
Summary
The most significant findings of the study were that
Blacks were disproportionately located in the service and main¬
tenance category as well as the para-professional category in
Fulton County government. Whites, on the other hand, dominated
the upper echelon of the work force as professionals and offi¬
cials/administrators. The net result is the lack of Black pro¬
portional representation in the professional and official/adrainis-
trators categories. The factors that precipitated this phenomenon
can be identified as past discrimination, ineffective recruitment
techniques, the use of standardized testing, and the discretionary
power of department heads. Other factors impacting upon the prob¬
lem include the attitude of department managers toward Affirmative
Action and the lack of an employee development program.
VI. CONCLUSION AND RECOMMENDATION
Affirmative Action in the Fulton County government has
not been effective for a multiplicity of reasons, each having
a serious impact on the County's ability to implement an effec¬
tive Affirmative Action program. First, past discrimination
cannot be overlooked. The impact of the lack of past educa¬
tional and career opportunities limit the ability of Blacks to
enter the professional and administrative categories due to
the fact that entry into these job categories is predicated
upon education and experience. In terms of recruitment, the
lack of creativity in recruitment techniques only allows a
small segment of the Black population to be aware of the job
opportunities with Fulton County. As to selection criteria,
Fulton County's use of a standardized test has a disparate
impact on Blacks. Moreover, due to past discrimination, an
evaluation of training and education also has an adverse effect
on Affirmative Action. In the area of selection,, patronage and
the discretion powers utilized by departmental heads have had
an adverse effect on Affirmative Action in that they determine
the selection of a candidate who is actually hired.
Additionally, the attitude of line managers toward
Affirmative Action prohibits the successful implementation of
Affirmative Action due to the fact that managers feel that
their progress through the system is threatened. In terms of
34
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employment development, Fulton County has no programs designed
to upgrade the skills of its lower level employees. Conse¬
quently, Blacks find it difficult to move up the system.
Lastly, Fulton County's Affirmative Action Office is
understaffed. The office should have more staff personnel to
support the program director. Therefore, the office cannot
effectively handle all the problems that Affirmative Action
must handle. All of these factors have diminished the effec¬
tiveness of the Fulton County Affirmative Action Program and is
responsible for the lack of proportional representation of Blacks
in the officials/administrators category as well as the profes¬
sional category.
The findings of this study are consistent with other
studies that have investigated this problem in other states in
the United States. These findings indicate that Blacks are not
proportionally represented in the professional and administra¬
tive job categories. The writer is of the opinion that the
majority of White Americans are opposed to Affirmative Action
not just as a part of a personnel system but as a part of
American values. The Protestant work ethic dominates the
American value system, and this work ethic is premised on the
proposition that if one really works hard, he will succeed not¬
withstanding any barriers. Affirmative Action is viewed with
resentment because it implies preferential treatment of a par¬
ticular group. Many people who belong to the majority group
share the view that preferential treament has no place in a
society where, theoretically, one may improve his position
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through creativity, tenacity and hard work. Hence, Affirmative
Action is perceived as a threat to society and the work ethic
which is imbedded in American culture.
On the other hand. Blacks who have experienced the
effects of racism view Affirmative Action as one of the instru¬
mentalities that can be utilized to correct past mistakes and
open the doors of opportunities to all minorities. The writer
is of the opinion that if the American society were to be fully
integrated. Affirmative Action is imperative.
In light of the problems discussed in this study, the
following recommendations are offered: (1) a comprehensive
recruitment effort should be developed which includes television
and newspaper advertisements; (2) the County Personnel Office
should embark upon regular visits to the Atlanta University Cen¬
ter and other institutions in the surrounding area and communi¬
cate with Black professional organizations for the purpose of
recruiting candidates for upper employment levels; (3) a). The
selection criteria should be examined to determine if it is
realistic in terms of education and training, b) the stan¬
dardized test should be examined to determine if it is job-
related. If the test is not a significant indicator of how one
would perform on the job, it should be abolished; (4) depart¬
ment heads should not have the discretion to go beyond the first
ten people on the register. If none of the ten is hired,
announcements should be made all over again and the selection
process should start over; (5) the Affirmative Action Office
should acquaint department heads with the goals and objectives
of Affirmative Action as well as convey to them that Affirmative
37
Action will not impede their progress or threaten their power;
(6) the Affirmative Action Office should monitor all department
hiring to determine if patterns of not hiring Blacks exist or
any other impediments to Affirmative Action exist; (7) the Af¬
firmative Action Office should have a support staff to effec¬
tively handle the Affirmative Action problems as they occur.
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